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Abstract 
This work goes along the lines of the author’s research (1995-2016) on professional careers and models bearing 
causes and effects regarding sustained interaction (core, psychosocial, institutional and structural factors). The 
aim of this paper was analyze, through the doctors’ social representations, the levels of satisfaction evidenced 
by those who have advanced professionally to the highest positions within the scientific (or other) system. The 
hypothesis states that the relation is not linear but inverse. Satisfaction would not increase according to the 
Professional Status. We consider here, on the one hand, the insufficient Professionalization and the increasing 
demands from the market; and on the other, the impact structural limits have on the micro level. The 
methodology used was quanti-qualitative (semi-structured questionnaires, interviews, and hierarchical 
evocations). The population consisted of doctors (2005-2012) from the National University of Cuyo, in Argentina 
and the Cnam (France) of different courses of study. The results confirm the hypothesis. As regards what was 
observed among those who advanced professionally, the increase on the growing market demands along with 
the lack of institutionalized means in order to reach goals, result in lower satisfaction. This is interpreted from 
the theory of the author, which involves 3 levels (macro-meso-micro-macro) (Aparicio, 2015 a, b). We also 
consider the theories of anomie and of the expectancy of valence (Feather & Davenport). Findings along this 
line were also seen in studies with scientists (Aparicio, 2014). The results propose a revision in the prevailing 
working conditions and police: satisfaction acts on subsystems and consolidates them. 
Keyswords: Professional Mobility – Status Professional – Professional Satisfaction – Social Representations – Labor 
Market  
 
1. General Introduction: Epistemological Support  
This article refers to the theory or, if someone prefers, pre-theory is the result or synthesis of the principal research works 
done within the CONICET (National Council of Scientific Research) and since 1995 the Argentine Ministry of Education, 
Science and Technology, with individuals belonging to different populations, some of them covering periods of over 20 
years (intra-generational studies), and others covering three generations in-line (inter-generational studies). It is called the 
Theory of the Three-Dimensional Spiral of Sense. It develops out of studies carried out on six disciplinary areas in which 
the new analysis of the social data was carried out: Education, Health, Science, Media, International Relations and 
Interculturality. As far as we are concern here, the first area – Education – is dealt with through different levels (secondary 
level, tertiary level, University and PhD training).It is, especially, in a second stage of the research developed since 1995 
along the lines of Social, Labor and Organizational Psychology,in which I focus on the relation between Achievement at 
University and at Work, and their mutual sustained interaction and on the relation to several factors and/or quantitative 
dimensions which act as conditioning reasons/causes of said Achievement (Rosen,1956; McClelland,1961, 1970). 
Throughout this long period, the problem of socio-professional Mobility in relation to Education/Formation, is a core issue. 
My interest grew stronger, particularly in connection with the analysis of the impact (explanatory/quantitative level) and 
comprehension (qualitative level) of the psychosocial factors on achievement within the context of the international patterns 
related to Quality Assessment at University in its connection with the scientific and productive systems (for a case reference, 
see Aparicio, 2014 b, 2015 a CROS and b). It should be noticed that the prevailing criteria for quality assessment are 
efficiency, political effectiveness, efficacy and relevance. However, due to the difficulties regarding the interactive analysis 
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of the answers provided by the university system to the needs of the socio-productive and scientific world, this last criterion 
– the core issue in our studies – was mostly overlooked at the international level. 
It should be mentioned here that this Assessment was started late in Argentina, in 1995, when the University Quality, 
combined with context, is first considered a priority. University polices emphasize the need to reach systemic analyses. 
However, Assessment comes down to figures, statistics, diagnoses, inputs and ouputs, but the human processes, which 
lie at the base of such figures, remain unknown in the Argentine system and, more globally, within the international 
framework, as it has been commonly pointed out literature until these days. As regards this issue, since the publication of 
L’inégalité des chances (1973), translated by Aparicio (1983), R. Boudon, one of the methodological mainstays in my 
research, despite our differences, urges us to work on this kind of patterns, which in 2004 were yet nonexistent, as he 
himself stated in one of his latest works. 
It was a challenge to implement a systemic analysis of the factor with an impact on achievement at the macro level, and of 
the impact of the macro or micro organizational contexts on the individuals. 
In this article, we will focus on the latest comparative studies (Argentine and France) carried out on populations of PhD 
students and doctors. It strictly analyses the relation between Professional Mobility, its impact on the rise in the 
organizational hierarchy, from the point of view of Professional Status reached and its relationship with Satisfaction. Such 
relation does not develop as a linear or correlating act. Satisfaction, as we will see, shows two faces: one deriving from 
Status Rise or Change, linked to Mobility, and a second face which we call “Subjective or Lived/Experienced Satisfaction” 
” (Hertzberg, Mausner & Snyderman, 1959), linked to new demands of the new position within a context of increasing 
demands from the market. Said Satisfaction does not seem to be associated psychological or group Wellbeing. This leads 
to coin the term “experienced Satisfaction” (Aparicio, 2016). 
1.1. Objectives 
1. Being aware of the factors affecting professional achievement of doctors (French and Argentine) at the quantitative and 
qualitative levels. 
2. Being aware and comparing (descriptive level) the sociological, psychosocial and institutional issues, taking into account 
that labor insertion is nowadays an international problem (general discomfort within training institutions at the moment of 
entering the labor market, and, later, labor organizations.  
3. Analyze the relation between “lived” Satisfaction, and the Satisfaction which implies Professional Mobility (which 
generally involves reaching a higher Status in the organizational hierarchy). 
4. Begin aware, through the representations shared by French and Argentine doctors, which psychological factors and/or 
dimensions (climate, leadership, etc.) are more associated to “subjective” Satisfaction, as we have decided to call it. 
5. Analyze the similar and different factors among the doctors, which develop from different national and institutional 
contexts. 
6. Providing those in charge of the educational sector (French and Argentine) with material for reflection in order to 
implement programs aiming at improving the quality of continuous training and, there before, labor insertion.  
1.2. Hypothesis 
-The relation between the levels of satisfaction evidenced by those who have advanced professionally to the highest 
positions within the scientific (or other) system is not linear. 
-The relation between Satisfaction “subjective” would not increase according to the Professional Status. 
- Psychosocial factors have a great influence on “lived” Satisfaction, besides The Professional Mobility and the status 
reached.  
-The factors and/or dimensions which are favored according to the macro-national, meso organizational/institutional and 
micro-personal contexts differ. They show a self-sustained interplay. 
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The quantitative/ qualitative method was applied. This study refers only to the qualitative method. 
2.1. Participants 
Consisting of doctors in Education and other social sciences at Universidad Nacional de Cuyo (2005-2009), and doctors 
training in Adult Education at Cnam, Administration and Sociology (National Conservatory of Arts and Crafts) (France). Two 
research laboratories took part in this work- It is expected to find different profiles according to the work/professional 
contexts in which they are situated. 
2.2. Techniques 
Quantitative and qualitative techniques were applied. We use the “hierarchical evocation” (Aparicio & Cros, 2015 a) and 
the lexicometric analysis techniques. Interviews were also conducted on each doctor/PhD student. The latter slowed to 
show which representations are part of de “nucleus” of a doctoral training in each of the national groups, and which are 
their most evident differences and the ways they experience their professional practice according to their expectations. 
2.3. Core questions of this research  
How and where are the doctors positioned within the market? Which professional structures are they in? Which are the 
aspects defining their actual insertion in terms of achievement (objective, subjective, hierarchical position)? What do they 
expect as regards their PhD training? Do the regard PHD training as a lever of progress? Which are the prioritized values 
and or factors/dimensions? Do the search for stability reality of the benefits related to a PhD degree? How do they envision 
their future? How do they see their role? Which are, from their own perspective, the factors currently prioritized by the 
market? Is there a lack of correspondence between their training and the market demands? Which prevails in the national 
groups, hope or pessimism? Finally, are their differences within the dimensions linked to “lived” Satisfaction according to 
Careers on both countries and Careers (meso level)? Do these doctors (French and Argentine) share specific “identities” 
and “interests”? What are their differences and similarities? (plano macro.) IDoes the level of Professionalization impact on 
such experience? 
3. Results 
We now present the results in relation to the objectives and hypotheses put forward  
The qualitative analysis found that Satisfaction does not run parallel to Professional Status or to Professional Mobility. This 
leads Dr. Aparicio (2015a) to coin the term Subjective Mobility, and in this work, “Subjective” “Satisfaction”, even though it 
may seem repetitive. 
What does this mean? 
One thing is Status, reached objectively, which in general terms implies a rise or Rising Professional Mobility in the 
professional Rank, being higher in Argentina, since the plafond effects or graduates oversaturation is less observed. The 
other face has to do with which involves such Mobility (not always accepted by the graduates). That is, the various 
implications of the new position, the widespread feeling that University did not teach many of the competences required 
(especially, collective and social ones), necessary material demands, but also those related to leadership (Aparicio 2002 
a, 2014 a). Inadequate formation regarding “open mindedness” to favor internalization of a new “organizational subculture” 
and job-related values (Aparicio, 2002a; 2004a and b). The interviews also show – particularly within the group of doctors 
graduated in Management – organizational capacity and technology management problems; problems regarding recruiting 
and government competences required by the new demands, in addition to others associated to protecting human 
resources in their charge, to securing, through continuing training, uninterrupted employability of subordinates in order to 
promote and implement supporting programs for study-courses, etc. (Gilbert, 2003, 2004). These aspects are related to 
the psychosocial and organizational levels, on which Dr. Aparicio has been researching for the past 30 years, approaching 
them in a complementary fashion, as well as on their systemic interrelation (Aparicio, 2007 a and b; 2015 c and d, Theory 
of the Three-Dimensional Spiral of Sense). 
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In other words, even though there was a certain generalized Satisfaction within our population, it did not appear with all its 
dimensions, and it showed some discomfort from the experiential point of view.  
Let us expand on it. Many felt unhappy about the climate/atmosphere (Brunet & Savoie, 1999; Rochon & Courcy, 2006; 
Parker, Baltes, Young, Huff, Altmann, Lacost & Roberts, 2003; Courcy, Harvey, Marceau, Rochon & Belleau, 2006 ; Payne, 
1973; ), about the quality of life at work and the new risks, about the demands of new management styles and human 
resources adapted to their respective socio-cultural, economical and political contexts (a developed country like Frances 
versus an emerging country, the category into which Argentine has stood for the last years after the so called “lost decades” 
and having been an international power). Other declared to have been trained for the organizational change (restructuring 
auditing, advising, consulting), for evaluating and promoting according to the competences required by the corporate 
sectors (in France, these processes are part of the Social Security Management of Competences [GEPC]. See. Aubret & 
Gilbert, 1997; Gilbert, 2003, 2004, 2006). 
Differences were also detected in connection with quality of life at work as regards the respective macro national and meso 
disciplinary contexts. Thus, many of the worries we pointed out appeared in the Management Courses in a more noticeable 
way that in Sociology and Education. These said to have problems associated to Training for Retraining, for evaluation, for 
designing programs aiming at employability against a growing unemployment which affects doctors too. (Giret, 2003; 
Calmand & Haller, 2004; Dupray & Moullet, 2004; Dupray, 2005; Giret, Moullet & Thomas, 2003 ; Aparicio 2009 d, e, f). 
Some even held that those rises threatened their health at work, such as longer hours, work load (dimension, temporality) 
and rhythmicity. Besides, the usual tensions experienced by managers shook their former security, their feeling of “being 
efficient” and “effective”. Many felt they lost the “power” provided by their previous activity and that they were confronted to 
new complex learning situations. Such situations demanded, especially, decision-making and negotiation abilities – the so 
called “meta-competences” – ; competences to reach consensus and avoid conflict in their respective Departments or 
Areas of performance (Argyris & Shon, 1974, 1978, 1996 a and b).  
As for the rest, their expectations and dreams did not tally with the everyday professional practice; that is, there was a great 
difference, different according to courses of study, between organizational over-prescriptions and the competences to face 
them (Goffman, 1963). This aspect was more evident in Argentina, a country where University is still limited to disciplinary 
knowledge without focalizing on collective and social competences demanded by today’s working world. 
Among them, doctors mentioned the competences for controlling and improving dysfunctional behaviors (addictions, fraud, 
absenteeism, conflicts,…); “management” and “management control” responsible for “Career Transition”, for the retraining 
required today, for social responsibility,… All this, although some, who are “ideologically blinkered”, considered 
responsibility to be “evil”, which involves the Market in liberal societies. Some evil involving working harder, forsaking leisure 
and pleasure time in order to protect the interest of others’ capital. (Henriquez,1976, 1989; Zarifian, 1988; Aubert & 
Gaulejac, 1991; Reynaud, 1992; Louche, C., 1998; 1992; Luminet, 1996; Castra,1998; Cueillens, 1998; Chauvot ; 1997; 
Dubois, 1994 and particularly, Beauvais and his team, 1994 and subsequent works to Traité de la servitude libérale: 
Beauvois & Joule, 1981, 1991; Beauvois, Bourjade & Pansu, 1991 ; Beauvois, 1994). A kind of evil that leads to alignment, 
according to these writers, in favor of the interests of a a business that neglects its employees; it alienates its employees 
by means of what they call alignment (Aparicio, 2003; 2006 c; 2009 f and g). 
The findings on this line complete, from a qualitative level, the current ones in Aparicio, 2005a and 2009c, where Alignment 
was one of the key variables in relation to subjective and objective Job Attainment. In fact, the aligned individuals – although 
they freely consent to submission – felt satisfied and they developed fast careers, crowned with the prize of submission. 
Rise came soon (See Results on the same line in graduates, Aparicio 2005 a; 2006 a and b; 2007a and b; 2009 a, b and 
c). This is, in our opinion, significant dysfunction. However, it controls business and public working environments. It appears 
almost as a “necessary evil” to rise and pursuit careers without major opposition or difficulties. 
In our work, the most significant and relevant words coming from observation techniques of social representations 
(hierarchical evocation of J.-C Abric, 2001; Moscovici, 1986; Doise & Palmonari,1986; Doise, Clemence & Lorenzi-Cioldi, 
1992) expressed their visions about global work world, quite tinged by Negativity and Fatalism, especially observed in 
France when reference was made to professional (the details of the words used, to which we will not refer for the sake of 
brevity, can be seen at Aparicio & Cros, 2015 a)). It is important to point out, too, that the was much difference between 
the words used by doctors to define the Work World and the Professional Work, somewhat less negative due to the 
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connotations of being a professional today and before It will be presented (ibid). [It will be presented in more extensively in 
a work in the next conference (EUSER, Hensinski]. 
4. Conclusion 
As we can see, the individual (micro level), work organizations (meso level) and the surrounding macro context showed 
themselves in a self-sustained interplay, not linear, with the view to true development and satisfaction which gives a feeling 
of fulfillment and “psychological well-being”, in addition to the feeling of happiness Mobility may cause.  
Findings suggest rethinking, at the institutional (University) and organizational (businesses, and more globally, work world) 
levels, which competences must be strengthened in order to guarantee a true growth at the professional level of the 
individuals and of the organizations themselves (Zarifian, 1988); a kind of growth which does not lead to decrease in 
security, to alignment, to achieving a type of satisfaction “marred” by numerous dimensions; a kind of growth which is not 
just financial, because globally speaking, the more Mobility, the more Professional Status and the higher pay. Nevertheless, 
the financial matter does not define Satisfaction. On the contrary, it seems to be seeking development at a human level, 
lasting development accompanying physical, mental and organizational health. 
Rise appears as a conflict issue: there is a price to pay. Aubert & Gaulejac (1991) have been referring, for the last 20 years, 
to “the price of excellence”, still expending its connotation.  
It represents a challenge for trainers, planners, work and organization psychologists, Administration and Management 
experts in order to prevent physical, psychosocial, and contextual risks for the benefit of quality of life inside and outside of 
work. 
5. Discussion 
This non-linear relation between Professional Mobility and “lived” Satisfaction, at first sight apparently inconsistent, has 
been previously found in a work (qualitative level) carried out on researchers and research-teachers who work at the 
Science Area at the same University and CONICET (National Council of Scientific Research, in Argentina). 
The findings may be understood through the distance between the demands of work World when it is in a higher position 
(in terms of knowledge updating, upgrading, production and transmission, Mobility within a context of increasing 
internationalization) and available elements, including Material Factors, economic aspects, salaries, administrative factors 
(number of technical support personnel, micro-management operation, Planning, Supervision/Boss, Atmosphere at work, 
…) ; growing Responsibility in connection with the rank in the hierarchical scale, Leadership, collective and social 
competences not adequately developed, anomy extended into the micro-social level, little expectation for change based 
on the low credibility in the political system, among other factors. The findings may be understood in the light of the 
Expectancy-Valence Theory (Weiner, 1980; Feather & Davenport, 1959, 1981, 1982). From the “expectation” theory, it can 
be assumed that the most movable subjects (those who have climbed the corporate ladder) tend to have higher 
expectations once they have reached a high position in the professional pyramid, thus demanding more and more from 
those leading the system (Weiner, 1980). 
Also, this “experienced” Satisfaction may be interpreted in the light on the theory of anomy (Clinard, 1967; Chazel, 1967; 
Aparicio, 1982, 2014a); a theory developed a century ago, which, considering the present market circumstances, has 
regained popularity.  
Finally, it may also be interpreted in the light of the “consumption/investment” model. From the “investment”-model point of 
view (Becker, 1964), those who have reached a higher position and made a greater effort towards higher achievements of 
the group may expect more benefits, many of which are associated to management. 
As for the rest, dissatisfaction clearly appears due to the so called “plafond” effects followed by mass Universities: the more 
high level graduates there are, the more difficult it is to reach the desired position, and if Professional Mobility is known, it 
is not unusual for the graduates to feel unhappy when confronted to the increasing pressures from a more globalized and 
competitive Market. In France, the interviewed doctors are less satisfied than those in Argentina (doctorate programs have 
existed for over 500 years). However, in Argentina, a PhD degree still constitutes an “extra” (particularly in social sciences, 
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where the number of doctors is fewer). In addition, this study shows significant Professional Mobility (in one on the courses 
of study that have been analyzed, said Professional Mobility or rise gets to 70%, even before being awarded the degree). 
The Interplay between the individuals in different disciplinary fields and the organizational and macro national contexts 
appears clearly in this international work. 
Finally, the “objective” Status reached in the hierarchical scale does not correlate with what has been “experienced” or “felt” 
when such Status has been achieved (“lived” Satisfaction at the level of group or individual Psychological-social well-being).  
All this is relevant and it shows that salary factors are important, although they are far from being the most valued aspect 
doctors, who also demand certain conditions for their professional and personal development, within a work climate or 
atmosphere which favors such development (Payne, 1973) and, especially, socio-professional recognition. This aspect is 
shown in the study with researchers. Doctors-researchers from both fields feel they are not satisfied with leadership in their 
teams (Fiedler, 1967; Knorr, Mittermeir, Aichholzer &. Waller, 1979; Hollander, 1971; Andrews et al., 1979). Also, 
Recognition, or better, the lack of it appears much more evidently at the level of an unsatisfied need within the French 
group, although it is also present (due to the recurrence of evocation of the word as well as to the rank of importance 
assigned to such term) as a relevant issue for Argentines. It would seem to be a “widespread disease” (Aparicio & Cros, 
2015). 
To conclude, connected to other articles (Aparicio 2009h; 2015 b; Aparicio, 2012b; 2014 c; 2015 a,b,c,d,e,and f; 2016 a,b,c 
and d). ), in the interplay between Position and Satisfaction, from a complementary angle, there appears the issue of 
Identity. In fact, it is the result of a construction between the historical-biographical, personal-socio-cultural and the relational 
aspects in the professional places for interaction (Sansaulieu, 1977; Courpasson, 1994; Dubar, 2000a, b and c).  
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